Abstract: Virtual teams are usually geographically dispersed and consist of members from different countries and cultures. They influences internal communication processes and can cause personal conflicts, misunderstandings or lack of trust. Intercultural diversity is also significant for goal setting and team effectiveness. The aim of this article is to check if virtual team members appreciate the cultural diversity or rather suffer from lack of team cohesion and mutual understanding. The article presents research conducted among specialists from IT sector who have experience in working in virtual teams. They perceive intercultural collaboration in virtual teams as the opportunity to exploit the potential of specialists from all over the world but they also point to some challenges related to cross-cultural virtual teamwork.
Introduction mentation, building respect and trust, as well as management of team boundaries are said to be the crucial factors of global virtual team performance (Morgan, Paucar-Caceres and Wright, 2014, p. 610) . They are not easy to reach because of ambiguities and uncertainty related to task demands and peers that occur at the beginning of team existence, when the swift trust is fragile ('strangers phase') (Mukherjee and Hanon, 2012, p. 53) . It requires the team leader to state team goals and mission clearly in order to build team members' identification by tasks and roles division, delegating responsibility or supporting and monitoring the effectiveness of individuals (Lepsinger and DeRosa, 2010, pp. 33-42) . The necessity to combine control and trust is often mentioned in sources dealing with global virtual team management (Krawczyk-Bryłka, 2016, pp. 1-13) . Mukherjee et al. (2012, p. 532) call trust a form of 'informal control' that results in team motivation and identification. Chutnik and Grzesik (2009, p. 86) notice that managing across cultures is a skill of great value in virtual team leader's case. It should be based on cultural sensitivity, which means readiness to notice, accept, understand and manage the cultural differences among team members and transfer this approach to all team members. Cultural sensitivity is one of the most important skills needed for all the participants of virtual collaboration (Michalak, 2012, p. 312) . Guzman et al. (2010, p. 430) conclude that an efficient virtual global team manager needs to provide practices oriented towards communication management to avoid problems related to time zones, culture and language differences by skills integration and providing technology supporting communication and sharing knowledge. The literature also mentions some tools recommended for improving virtual cross-cultural collaboration, like CVS, Isabel, Moodle or Project Coordinator.
The important role of synchronicity and richness of communication media is often stressed, as the technical aspects influence virtual team integration and coordination (Hung, Nguyen, 2008, p. 4; Mukherjee et al., 2012, p. 536; Stefaniuk, 2014, pp. 56-60) .The choice of media has decisive influence on the team's ability to fill the gap of shared context related to time, place and culture values. The team members' language proficiency can influence the choice of communication media (Klitmøller, Schneider and Jonsen, 2015, pp. 271-273) . Poor linguistic skills can determine the choice of textual communication, which gives the chance to rethink and correct utterances, but can also discourage team members from communicating online. On the other hand, it reduces emotional context and smoothens interpersonal contact.
The next aspect of intercultural virtual collaboration refers to differences of cultural dimensions. They are usually discussed on the basis of 537) suggests that the best candidate for a global virtual team member is a person combining collectivism and low uncertainty avoidance. It provides high interpersonal trust and organizational identification, as well as leads to strong positive effect of rich and effective media on organizational identification. The team members from low-context cultures are also said to be better prepared to collaborate in virtual environment -they usually feel more satisfied and are more efficient than members from high-context cultures (Han, Beyerlein, 2014, p. 11 ).
In conclusion, global virtual teams' collaboration is influenced by many challenges (mentioned in Figure 2 ) related to teamwork organization and relationships between members. They can be managed and lead to innovative, satisfactory results that justify cross-cultural virtual team creation. It is not obvious if these challenges should be seen as threats for global virtual teams. Magnuson, Schuster and Taras (2014, pp. 288-301) explain the mental distance paradox that exists in global virtual teams' case. They stress that real diversity is not equal to perceived differences between team members. If the differences are not consciously noticed by team members, their influence on behaviours and efficiency can be minimal but they can also cause underestimation of the difficulties of working in cross-cultural teams. It is much better when team members evaluate the psychical distance as high because it usually triggers greater commitment to overcoming obstacles, motivates members to actively reduce uncertainty and allows for achieving superior performance. Thus the basic question seems to be if members of global virtual teams perceive the cultural differences and assess them as challenges for cross-cultural relations. The research results presented in the next part of the article refer to these questions.
Virtual intercultural collaboration challengesresearch results
The participants of the research were 50 IT specialists, all having professional experience in virtual collaboration. Most of them are students of Technical problems and cultural differences are additional issues and their importance seems to be inessential for the tested participants. Team trust and team identification have not appeared in respondents' answers, although they are very important for virtual collaboration. It entails the risk of distracting the team members from such problems and can provoke (according to the psychic distance paradox) passive attitudes towards these challenges. Another reason can be related to the fact that the tested global virtual team members may be collaborating in mature teams in 'partnership' phase, when interdependent collaboration, shared team mental model and trust are typical, or they can be managed effectively. This aspect was not taken into account in the research but nevertheless it can be an important factor influencing the perception of challenges. Another limitation of the tested group was the lack of representativeness and being limited to Polish participants, so it is difficult to assess if the global virtual team challenges concerning intercultural specification are the same for all team members.
Anyway, the presented results can be an introduction to quantitative research considering global virtual collaboration.
An interesting result is the fact that the most important global virtual team collaboration challenges are perceived also as the most significant advantages. In the IT specialists' perception it is a great opportunity to train language and intercultural competencies, as well as a benefit related to the possibility of permanent collaboration on the projects due to time zone differences. The participants also appreciate the opportunity to contact the best world experts and fit the international clients' needs much better while using global virtual team potential. It shows that global virtual collaboration, even if challenging, can be attractive for IT specialists -which seems to be crucial in the current IT labour market, where employers are competing for the best of them.
